
DOMESTIC VIOLENCE AWARENESS & PREVENTION GUIDANCE 
 
As a part of the U.S. Nuclear Regulatory Commission’s (NRC’s) Workplace Threats and 
Violence Policy to provide employees with a safe work environment, the NRC is issuing the 
following guidance on the awareness and prevention of domestic violence in the workplace.  
Existing NRC policy does not tolerate violence, threats, harassment, intimidation, or other 
disruptive behavior in the workplace (see Workplace Threats and Violence Information at 
http://www.internal.nrc.gov/ADM/security/fac_sec/fac_sechome.html).  This policy covers all 
NRC employees in the workplace, including but not limited to all NRC facilities or while on work-
related travel.  The NRC recognizes that domestic violence may occur at work as well as 
outside of work but still impact the workplace (e.g., through decreased productivity and 
increased risk for violence).  In addition, employees are encouraged to promptly raise concerns 
regarding the conduct of employees and contractors, such as perpetration of domestic 
violence, sexual assault, or stalking, to the attention of the relevant NRC manager, contracting 
officer representative, and NRC security personnel. 
 
I. Purpose and Policy 
 
The NRC seeks to increase awareness among employees and supervisors of the options 
available to assist victims of domestic violence, sexual assault, and stalking so that victims can 
take advantage of the options best suited to their needs.  Above all, each victim presents 
unique circumstances that should be addressed with utmost respect and sensitivity by agency 
personnel.  This policy statement identifies existing policies and resources available within the 
NRC to address domestic violence, sexual assault, and stalking. 
 
It is the policy of the Federal Government and the NRC to promote the health and safety of its 
employees by acting to prevent domestic violence, sexual assault, and stalking within the 
workplace and by providing support and assistance to employees whose working lives are 
affected by such violence.  The NRC aspires to promote a safe and healthy work environment, 
and to improve workplace responses to domestic violence, sexual assault, and stalking 
experienced by its workforce.  The NRC recognizes that domestic violence incidents may occur 
at work as well as outside of work but still impact the workplace (e.g., through decreased 
productivity and increased risk for violence).   
 
Domestic violence, sexual assault, and stalking are serious problems that can affect 
individuals, families, communities, and the workplace in numerous ways, introducing safety 
concerns and significant costs.  It is important to note that victims may experience one of these 
forms of violence or all three at the same time.  Although the majority of victims are women, 
men can also be victims.  Domestic violence is a serious problem that affects all walks of life.  
Incidents of domestic violence, sexual assault, and stalking cross economic, educational, 
cultural, age, gender, racial, and religious lines, and may occur in intimate relationships such 
as marital, cohabitating, or dating, as well as in non-intimate relationships such as a coworker, 
supervisor, or stranger. 
 
The NRC will not discriminate against victims of domestic violence, sexual assault, or stalking 
in hiring, staffing, discipline, or other terms and conditions of employment.  An employee who 
is a victim of domestic violence, sexual assault, or stalking will not be penalized in any aspect 
of employment because he or she is a victim or for submitting a complaint or disclosing 
concerns about violence to the NRC. 
 
 

  



I I .  Definitions  
 

A. Domestic Violence  
Domestic violence is a pattern of coercive behavior, including acts or threatened acts, 
that a perpetrator uses to gain power and control over a current or former spouse, family 
member, current or former intimate partner, current or former dating partner, or person 
with whom the perpetrator shares a child in common.  This behavior includes, but is not 
limited to, physical or sexual violence, emotional and/or psychological intimidation, 
verbal abuse, stalking, economic control, harassment, threats, physical intimidation, or 
injury.  Domestic violence can occur in any relationship, regardless of socio-economic 
status, education level, cultural background, age, gender, race, ethnicity, sexual 
orientation, gender identity, or religion.  Domestic violence can occur in heterosexual and 
same-sex intimate relationships, including marital, cohabiting, or dating relationships 
that are not dependent on the existence of a sexual relationship.1 

 
B. Employee 

An employee is any person employed by the NRC, including interns, those on detail, and 
volunteers.  This does not include employees of private contractors. 
 

C. Perpetrator 
An individual who commits or threatens to commit an act of domestic violence, sexual 
assault, or stalking. 

 
D. Sexual Assault 

Sexual assault refers to a range of behaviors, including but not limited to, a completed 
nonconsensual sex act (e.g., rape, sodomy, child molestation), an attempted 
nonconsensual sex act, abusive sexual contact (e.g., unwanted touching), and non-
contact sexual abuse (e.g., threatened sexual violence, exhibitionism, verbal 
harassment).  Sexual assault includes any sexual act or behavior that is perpetrated 
when someone does not or cannot consent.  A victim of sexual assault may know the 
perpetrator, such as a coworker or a supervisor, or may be involved in a dating or 
marital relationship with the perpetrator, or the perpetrator may be unknown to the 
victim.  Lack of consent should be inferred when a perpetrator uses force, harassment, 
threat of force, threat of adverse personnel or disciplinary action, or other coercion, or 
when the victim is asleep, incapacitated,  unconscious, or physically or legally incapable 
of consent.2 

 
E. Stalking 

Stalking conduct may include, but is not limited to:  following, spying on, or waiting for the 
victim in places such as home, school, work, or recreation place; leaving unwanted 
items, presents, or flowers for the victim; making direct or indirect threats to harm the 
victim, the victim’s children, relatives, friends, pets, or property; posting information or 
spreading rumors about the victim on the internet, in a public place, or by word of mouth; 
and obtaining personal information about the victim by accessing public records, using 
internet search services, hiring private investigators, going through the victim's garbage, 
following the victim, or contacting victim's friends, family, work, or neighbors.  Stalking 
may occur through use of technology, including but not limited to, email, telephone, 
voicemail, text messaging, and use of GPS and social networking sites.3 

 
 
1 Adapted from Workplaces Respond to Domestic Violence and Sexual Assault.  
2 Adapted from Workplaces Respond to Domestic Violence and Sexual Assault.  
3 Adapted from Workplaces Respond to Domestic Violence and Sexual Assault and U.S. Department of 
Justice, Office of Violence Against Women.   



F. Victim 
An individual who has experienced or who is currently subject to domestic violence, sexual 
assault, or stalking. 

 
G. Workplace 

An employee’s official duty station or alternative work location that is associated with 
his/her established tour of duty (working hours).  The employee is considered to be in the 
workplace while in or utilizing the resources of Federal offices, facilities, employer-
approved telework, or other work sites4, equipment, or vehicles, or anywhere that the 
employee is conducting business on behalf of the NRC, or while on work-related travel. 

 
H. Workplace Flexibilities 

The NRC recognizes that victims of domestic violence, sexual assault, or stalking may 
need time off to secure medical assistance, legal assistance, counseling, or to attend to 
other matters related to the violence, such as court proceedings, relocation, or safety 
planning or for a family matter.  With this in mind, the NRC has in place numerous 
workplace flexibilities that exist for all employees, and may be used by an employee when 
the employee or an employee’s family member(s) are the victims of domestic violence, 
sexual assault, or stalking. 

 
i. Accrued and Advanced Annual Leave (see MD 10.62) This type of leave may be used 

for, but is not limited to, time off for court proceedings and to meet with lawyers, 
victims’ advocates, law enforcement officers, or to attend support group meetings.  
Annual leave can also be used in lieu of sick leave for illnesses or injuries as a result of 
domestic violence, sexual assault, or stalking to permit the employee to go to a safe 
place. 

 
ii. Accrued and Advanced Sick Leave (see MD 10.62) Sick leave may be used for injuries 

resulting from domestic violence, sexual assault, or stalking, to meet with medical 
providers, for counseling by a healthcare provider,5 to care for a family member6 with 
injuries or a “serious health condition” 7 resulting from domestic violence, sexual 
assault, or stalking, or to accompany a family member when he or she meets with 
medical providers for injuries or illnesses resulting from domestic violence, sexual 
assault, or stalking. 

 
iii. Excused Absence (See MD 10.62) Excused absence is a period of time granted to an 

employee where he/she is excused from his/her duties without loss of pay or charge to 
leave.  Excused absence may be granted for brief periods when it is determined to be in 
the interest of the agency.  Excused absence will generally be limited to those 
situations in which the employee’s perpetrator poses a threat to the employee and/or 
his or her coworkers in the workplace.  

 
 
4 Depending on the work site, there may be limitations as to what support the agency can provide (e.g. 
Federal Protective Service). 
5 For the definition of “health care provider” for sick leave and Family and Medical Leave Act (FMLA) 
purposes, please see 5 CFR 630.201 and 5 CFR 630.1202 
6 For the definition of “family member” for sick leave purposes, please see 5 CFR 630.201(b) and Office of 
Personnel Management Fact Sheet Definitions Related to Family Member and Immediate Relative for 
Purposes of Sick Leave, Funeral Leave, Voluntary Leave Transfer, Voluntary Leave Bank, and Emergency 
Leave Transfer 
7 For the definition of serious health condition for sick leave and FMLA purposes, please see 5 CFR 
630.201 and 5 CFR 630.1202 
 
 



iv. Family and Medical Leave Act – FMLA (See MD 10.62) An employee is entitled to up 
to 12 weeks of unpaid leave under FMLA if domestic violence, sexual assault, or 
stalking results in a serious health condition that makes the employee unable to 
perform the essential functions of his or her position.  FMLA leave can also be used to 
care for a spouse, son or daughter (under 18 or over 18 but incapable of self-care 
because of a mental or physical disability), or parent of the employee with a serious 
health condition as a result of domestic violence, sexual assault, or stalking. Annual 
leave, sick leave, and annual leave donated under the Voluntary Leave Transfer 
Program may be substituted for unpaid leave under FMLA. 

 
v. Leave Without Pay – LWOP (See MD 10.62) An employee may request LWOP in lieu 

of or in addition to paid leave. 
 

vi. Telework - An employee may request to work from an alternative site (their home or 
other location) if the employee (or family member for whom the employee is caring) is 
experiencing problems associated with domestic violence, sexual assault, or stalking.  
An employee desiring to telework must submit a request to telework.  Further 
information on submitting a request to telework can be found at 
http://www.internal.nrc.gov/HR/telework.html. 
 

vii. Voluntary Leave Transfer Program (See MD 10.62) An employee is eligible to apply for 
donated annual leave if the domestic violence, sexual assault, or stalking results in a 
medical emergency for either the employee or the employee’s family member that is 
likely to require the employee to be absent from duty for a prolonged period and to 
result in a substantial loss of income because of the employee's lack of available paid 
leave. 
 

viii. Work Schedules (See MD 10.42) Varieties of work schedules are available at NRC.  
Employees may request to use these various options to accommodate events driven 
by domestic violence, sexual assault, or stalking.  For example, employees working a 
flexible work schedule (known as NEWFlex at the NRC) may also request to earn and 
use credit hours as a method to gain time off to deal with issues related to domestic 
violence, sexual assault, or stalking.  Employees working overtime may, in some 
circumstances, earn compensatory time off in lieu of overtime pay.  An employee may 
request use of earned compensatory time off for issues related to domestic violence, 
sexual assault, or stalking. 

 
Employees should work in collaboration with their supervisor to utilize the appropriate 
workplace flexibilities for any given situation to help the employee remain safe and 
maintain his or her work performance.  If the employee does not feel comfortable speaking 
with their supervisor, any request for leave may be made through a third party.  However, 
the supervisor maintains the responsibility for approving any such leave request.  
Employees are required to provide sufficient information in any leave request so that the 
supervisor knows which type of leave is appropriate.  Generally, an employee’s credible 
statement will be sufficient verification to support any request for leave.  Under no 
circumstances may any NRC official require an employee to contact law enforcement or 
otherwise report the violence as a condition for approval of leave.  To do so may place the 
employee in greater danger. 
 

I. Workplace Safety Plan 
A strategy may be developed in collaboration with a victim and a supervisor to implement 
workplace safety options, including but not limited to, handling of court protection orders, 
procedures for alerting security personnel, temporary or permanent adjustments to work 
schedules and locations, changes to parking spots, and requests for escorts to and from 
workplace facilities. 

 



 

III. Disciplinary Actions 
 
In accordance with 5 U.S.C. Chapter 75, to the extent supported by law, the NRC will initiate 
appropriate disciplinary action, up to and including removal, against any employee who 
engages in domestic violence, sexual assault, or stalking, whether committed at work or 
outside of work.  Employees who are victims of domestic violence, sexual assault, or stalking 
may sometimes take action as a result of the domestic violence, sexual assault, or stalking, 
that may be the subject of disciplinary action.  Supervisors must contact their servicing 
Employee and Labor Relations Specialist in the Office of the Chief Human Capital Officer 
(OCHCO) for advice and guidance on regarding incidents or threats of domestic violence. 
 
Where both the victim and the alleged perpetrator are working in the same organization, 
building, or location, they may need to be separated at work.  In any such situation, the 
supervisors will work with the employees and look at options to maintain safety in the 
workplace in terms of adjusting work schedules, changing work locations, granting telework, 
and/or issuing a cease and desist order. 
 
A written directive (a cease and desist order) to avoid contact may be given to one or both 
employees by their respective supervisors.  This document will outline the agency and 
employees’ obligation to avoid contact while still performing the duties of their position.  The 
appropriate servicing Employee and Labor Relations Specialist in OCHCO should be consulted 
for advice and guidance concerning this type of memorandum. 
 
In addition, the servicing Employee and Labor Relations Specialist can work with the 
supervisor, employee, and other appropriate agency personnel (e.g., facilities safety and 
security staff) to develop a safety plan for the affected employee.  This plan should respect the 
views and preferences of the affected employee.  It may involve temporary changes to the work 
location and/or schedule of the individual. 
 
IV. Confidentiality 
 
The NRC recognizes and respects an employee’s right to privacy and the need for 
confidentiality.  To the greatest extent possible, the NRC shall maintain the confidentiality of an 
employee’s disclosure regarding domestic violence, sexual assault, or stalking to the extent 
permitted by law, unless to do so would result in physical harm to any person or compromise 
the safety within the workplace.  When information must be disclosed to protect the safety of 
individuals within the workplace or to conduct an investigation or inquiry, the NRC shall limit the 
breadth and content of such disclosure to information reasonably necessary to protect the 
safety of all employees and to comply with the law, regulations, and agency policy. 
 
Whenever possible and where it will not impede an investigation or inquiry, NRC personnel will 
inform the employee who disclosed information if the disclosure must be shared with other 
parties in order to maintain safety in the workplace.  If the agency reasonably believes the 
disclosing employee is in imminent danger, the NRC shall provide the employee with the name 
and title of the person(s), if known and where practicable, to whom NRC intends to share the 
employee’s information, and shall explain the necessity and purpose regarding said disclosure.  
Such further disclosures, for example, might be necessitated if a victim discloses imminent 
harm to a child.  
 
The NRC shall observe Federal and state laws governing mandatory disclosure of abuse of 
vulnerable persons (children, the elderly, and victims of domestic violence.) 



 

 
Any record, written or electronic, relevant to domestic violence, sexual assault, and stalking 
incidents shall be kept in a confidential place, and only shared as necessary, with appropriate 
personnel, such as those involved in security, human resources, or management roles. 
 
V. Training, Awareness, and Employee Assistance Program  
 
The Employee Assistance Program (EAP) is a strategic partner and valuable resource in 
addressing domestic violence, sexual assault, or stalking.  An EAP referral can be an effective 
tool to encourage victims of domestic violence, sexual assault, or stalking to seek out help from 
professionals at the EAP.  The EAP referral can be provided orally or in writing.  The EAP can 
provide management consultation services for supervisors on how to support employees who 
have been victims of domestic violence, sexual assault, or stalking and can advise supervisors 
on how to refer and connect victims with the appropriate EAP support services. 
 
NRC’s EAP contractor provider, EAP Consultants, Inc., may be reached at 1-800-869-0276.  
Services are available 24 hours a day, 7 days a week.  Headquarters employees may 
schedule an appointment with an on-site counselor at the same number:  1-800-869-0276. 
 
The EAP can also provide supervisors and employees with information concerning crisis 
hotlines and local and national service providers that can assist victims and their family 
members.  The EAP will establish a working relationship with and maintain up-to-date referral 
resources on domestic violence hotlines, advocacy groups, shelters, counseling services, and 
legal services (pro bono legal assistance and domestic violence/family court information) as 
well as resources for perpetrators, including certified batterer’s intervention programs.  Up-to-
date information on these services is maintained on NRC’s EAP webpage available at 
http://www.internal.nrc.gov/HR/eap.html . 
 
In addition, through its outreach efforts, the EAP provides awareness to all agency staff 
through activities including agency wide announcements, seminars, newsletter articles, 
posters, brochures, and safety cards distributed at various sites throughout the NRC.  For 
more specific information on the EAP outreach activities, see 
http://www.internal.nrc.gov/HR/eap.html. 
 
Education is also an important component of the NRC domestic violence awareness program.  
Mandatory training for all new supervisors is available through the course Managing 
Employees in Troubling Times (iLearn course ID#: 3961).  Training is available to all staff 
through course Domestic Violence Awareness for Federal Employees (iLearn course 
ID#fgov_01_a36_lc_enus).  Courses are also available for all staff in conflict resolution and 
stress management. Information on all courses is available electronically through the iLearn 
system.   
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